Job insecurity as a hindrance stressor has a negative effect on behavioral outcomes. The current study investigates the association between job insecurity and turnover intention among fixed-contract employees in Albaha province, Saudi Arabia. Additionally, it examines the moderator role of organizational commitment and financial responsibility in the association between job insecurity and turnover intention. 105 fixed-contract employees working in pubic organizations participated in the study. Pearson correlation analysis and hierarchical regression analysis revealed that job insecurity was positively and significantly related to turnover intention, as well as job insecurity, organizational commitment and financial responsibility interact in the predication of turnover intention (3-way interaction).
Introduction
Job insecurity is a work stressor that scores among the most prominent psychological risks at the workplace. Comparing to unemployment, job insecurity can equal and sometimes even surpass the effect of unemployment (De Witte, Pienaar, and De cuyper, 2016; Leka and Jain, 2010; De Witte, 1999) . It is a stressful experience aggravated by increasing in global competition, fast technological development, conflicts in the Middle East, and economic recession, i.e. lower oil prices. Theory of job adaptation explained that employees would seek out to relieve job dissatisfaction through different job adaptation responses, for instance, withdrawing themselves from the stressors (Hulin, 1991) . Nowadays, the likelihood of losing one's job is a very big concern for many temporary or contract employees (Lå stad, Elst, and De Witte, 2016; Greenhalgh and Rosenblatt, 2010; Lübke and Erlinghagen, 2014) .
It was estimated that 59% of the Saudi population is younger than 29 years old. The unemployment rate in 20 to 29 age bracket remains high at more than 39 % in 2015. According to Saudi Arabia Labor Market Report (2016), Saudi rapid economic growth, cultural traditions, and young population generate five specific challenges, namely the lack of competitive and fulfilling private sector jobs, the reliance on foreign labor, high youth unemployment, inefficient job matching, and the low rate of female participation in the workforce. These critical labor market conditions seem to be linked to a higher fear of losing one's job, a higher experience of stress, and negative work-related outcomes (Jimé nez, Milfelner, Zizek, and Dunkl, 2017; Anderson and Pontusson, 2007) . A meta-analysis on the association between job insecurity and possible outcomes revealed that job insecurity is related to negative consequences for both employees and employers, together with short-and long-term effects. For employees, job insecurity is linked to poorer mental and physical health, lower satisfaction, and lower job involvement. For employers, it is associated with stronger turnover intentions and less organizational commitment (Lå stad, Elst, and De Witte, 2016; Cheng and Chan, 2008; Sverke, Hellgren and Naswall, 2002) . According to General Authority for Statistics, Saudi Labor Market Report showed that a total of 53, 997 mass layoffs events occurred in the third quarter of 2017. All these factors have led to a heightened sense of job insecurity among Saudi workforce, yet no empirical studies regarding the impact of job insecurity and its potential job-related consequences have been conducted in the context of Saudi Arabia, particularly in southern region. Moreover, Lee and Jeong (2017) claimed that even though scholars have documented the relationship between job insecurity and employee attitude toward the organization and between job insecurity and mental/ physical health, less is known about the relationship between job insecurity and behavioral outcomes such as turnover intention. They emphasized that few researchers have examined the relationship between job insecurity and turnover intention outside of Western countries (Hur and Perry, 2014) .
In response to these challenges, the main aim of current study is to investigate the association between job insecurity and turnover intention among fixed-contract employees in Albaha province, Saudi Arabia. Additionally, it examines the moderator role of organizational commitment and financial responsibility in the association between job insecurity and turnover intention.
Literature Review

Job Insecurity
Researchers have studies widely the construct of job insecurity and its consequences, yet many different definitions of job insecurity exist in the literature. In their seminal study, Greenhalgh and Rosenblatt (1984) defined job insecurity as a "perceived powerlessness to maintain desired continuity in a threatened job situation" (p. 438), while Vuuren, Klandermans, Jacobson, and Hartley (1991) . defined it as a "discrepancy between the level of security a person experiences and the level she or he might prefer" (p. 7). That is, it is a difference between the preferred the perceived level of security at workplace settings, such that threat of job loss are perceived by employees, and therefore worry about it.
Scholars have conceptualized job insecurity utilizing different dimensions such as objective-subjective (De Witte and Nä swall, 2003) , cognitive-affective (Pienaar, De Witte, Hellgren, and Sverke, 2013) , and quantitative-qualitative (Hellgren, Sverke, and Isaksson, 1999) . Given that , Erlinghagen (2008) and Jimé nez et al. (2017) explained that subjective insecurity is the individual subjective feeling of insecurity about keeping the job in the future, whereas objective insecurity is the consequence of economic situations that may impact the perception of individuals regarding job insecurity. Borg and Elizur (1992) linked cognitive insecurity to the possibility of losing one's job, and linked affective insecurity to the fear of losing one's job. Shoss (2017) defines job insecurity as "a perceived threat to the continuity and stability of employment as it is currently experienced"(p. 1914). He, therefore, differentiated between two types of job insecurity, namely quantitative and qualitative. The former refers to perceived threats to the job itself, while the latter refers to perceived threats to features of the job, involving the loss of job privileges such as pay raise and promotion. Naswall (2002, 2006) argued that the followings consequences are as a function of job insecurity: frustration and stress that occurs when someone feels his needs threatened by a perceived insecure employment condition, stress reactions are due to uncertainty and ambiguity about a job, health-related consequences such as psychosomatic symptoms, attitudinal consequences such as job satisfaction, and behavioral consequences that happens when employees feel insecure about their job's condition. The last consequence may lead employees to leave an organization. Finally, these consequences can be categorized as presented in Fig. 1 in terms of immediate or long-term reactions, and whether the focus of reaction is at an individual level or an organizational level.
Turnover Intention
Turnover intention is a key concern for leaders and managers across organizations. It can seriously damage workplace morale, prevent employees from developing any commitment or identification towards their organizations, and reduce job satisfaction (Lin, Tsai, and Mahtma, 2017; Lutgen-Sandvik, Hood, and Jacobson, 2016) . Turnover intention is a deliberate and conscious willfulness of employees to leave an organization within a predictable future (Ertureten, Cemalcilar, and Aycan, 2013 (Houkes, Janssen, Jonge, and Bakker, 2003) . Stress theory (Lazarus and Folkman, 1984 ) is complementary to the pervious theory, explaining that a state of emotional or psychological strain such as anxiety and pressure can substantially trigger turnover intention.
Researchers pointed out that turnover intention is an accurate predictor for actual turnover. Employee decisions to quit are typically deemed and made with respect to their present job satiation. It argued that an intention gives a better explanation for the actual turnover and a clear idea regarding employee perception about turnover (Gregory, Way, LeFort, Barrett, and Parfrey, 2007; Mowday, Steers, and Porter, 1979 ). Mobley's (1977) intermediate linkages model delineated the steps to turnover-the psychological process: job dissatisfaction, thinking of quitting, assessing of job seeking/expected utility and costs of quitting, intention to search for alternative, search for alternative, assessing for alternative, comparison of alternative against current job, and finally decision to be made to quit or stay.
Having individual nature of psychological processes, it is, according to this model, not necessary to follow the steps in sequence, and it may miss steps as a whole. The significance of the model in question is the identification of the behavioral process that goes form dissatisfaction to turnover. Turnover intention can be voluntary or involuntary. The former can exist when employees make a decision to leave at their discretion. It often happens when employees recognize another opportunity that is better than their existing position, have to leave for health or family reasons, and/or plan to voluntarily retire. On the other hand, the latter occurs when an organization deices to remove an employee from a position. This is more likely to happen when an organization is not happy with an employee job performance, productivity, and/or behavior, hence fire him or her. It may also occur when an organization change strategy and process, and undergo mergers and acquisition, as well as restructure or downsize, due to, for instance, economic factors (Çınar, Karcıoğlu, and Aslan, 2014) .
Organizational Commitment
Organizational commitment is a complex and multifaceted construct. It is a positive attitude of employees representing a significant determinant of employee retention, leading to a psychological connection and identification with an organization (Meyer, Allen, and Smith, 1993; Vujičić et al., 2015) . Three-component model of organizational commitment (Meyer and Allen, 1991) has received by far the most attention (Culpepper, 2011; Meyer, Stanley, Herscovitch, and Topolinytsky, 2002; Solinger, van Olffen, and Roe, 2008) . They identified three distinct components, namely commitment as an affective attachment to the organization, commitment as a perceived cost related to leave the organization, and commitment as an obligation to remain in the organization (Meyer, Allen, and Smith, 1993) .
Affective commitment (desire-based) is defined as how much employees identify with, are involved in, and enjoy relationship in an organization. Continuous commitment (cost-based) is as a result of perceived leaving cost or side-bets as mentioned in Becker's (1960) side-bet theory. Normative commitment (obligation-based) is a feeling of employees of obligation to remain in an organization, thinking that it is the right and morel thing to do. It is argued that these three components are likely to develop in various ways and have various implications for job behavior. Affective commitment, for instance, was likely to be mostly sensitive to work experiences. Continuance commitment was likely to develop in response to conditions that rise the cost to leave an organization. Normative commitment was supposed to develop in response to social pressure. Finally, employees who have a strong affective commitment stay with an organization because they want to, employees who have a strong continuance commitment stay with an organization because they need to, and employees who have a strong normative commitment stay with an organization because they believe they should do so ( Powell and Meyer, 2004; Meyer, Allen, and Smith, 1993) .
Hypothesis Development
Most presented research on job insecurity has concentrated on its negative consequences on employees and organizations alike. Attitudinal reactions, i.e. turnover intention, reduced organizational commitment, and reduced satisfaction are related to job insecurity. Moreover, negative effects on family interactions (e.g., household income) have been reported. As such, theory of job adaptation (Hulin, 1991) postulated that employees are likely to mitigate job dissatisfaction through different job adaptation responses. For example, employees might withdraw themselves from the stressor through being less satisfied with the job and less committed to the organization, hence having a stronger intention to quit the job (Davy, Kinicki, Scheck, 1997; Probst, 2000 Probst, , 2002 Cheng and Chan, 2008) . The model of conservation of resources (Hobfoll, 1989) posited that employees strive to reduce loss of resources due to stress, end hence when they fear that they may lose their job, one option employees may take to lessen this risk is to search for and accept a new job that provide a higher level of job security. This situation of a high level of job insecurity was manifested in longitudinal study over 1 year (Blau, 2007) . Employees turnover intention associated with their job search activity, hence explained through job insecurity. In the same vein, job search and voluntary turnover model (Direnzo and Greenhaus, 2011) suggested that employees perform job searches so as to increase their career chances, career competences, employability, and to be ready for job loss during times of high job insecurity ( Tschopp and Grote, 2014; Lebert and Voorpostel, 2016) .
Social exchange theory (Blau, 1964) explained the norm of reciprocity between employer and employees, in which the former party provides support to the latter party as to job security in return for its identification, loyalty, and commitment to an organization. When an organization undergo some organizational strategies such as restructuring, downsizing, and reengineering, employees are more likely to perceive that long-term job security is threatened. Likewise, the mainstream of occupational stress models claimed that stressors occupational settings produce negative changes in employees, physical, psychological, and behavioral aspects (Beehr, 1995; Lee and Jeong, 2017; Adebayo, 2006) . Having said that, employees perceived job insecurity arising from a workplace setting feel that a given organization does not treat them well. Hence, they may respond through showing more negative attitudes including less organizational commitment.
Podsakoff, LePine and LePine (2007) conducted a meta analysis study with 183 independent samples and confirmed that job insecurity considers a hindrance stressor since it is directly linked to increased levels of job and organizational withdrawal. Employees feel insecure about the future and continuance of their job will lead to lower organizational commitment, and hence quit the job. Applying job demands resources model (Schaufeli and Taris, 2014) , it found that job insecurity had a direct and an indirect effect, by burnout, on organizational commitment and turnover intention (Hu and Schaufeli, 2011; Schaufeli, 2016) . Sinclair and Cheung (2016) explained that direct measures capture economic deprivation via an assessment of one's total income i.e., either from annual salary or one's total household income. Riggotti, Mohr, and Isaksson (2015) found that financial responsibility strengthened the negative association between job insecurity and organizational commitment. Rosenblatt, Talmud, and Ruvio (1999) argued that male-breadwinner made male more vulnerable then female to job loss because female may not consider financial matters to be their main responsibility. Lebert and Voorpostel (2016) claimed that the household's financial situation impacts employee career decisions.
In their study, they concluded that economic hardship increased probabilities of voluntary turnover. Some scholars argued that spouses are responding to their partner's job loss through increasing their own participation in paid work (Starr, 2014) . Career decisions are not taken in isolation, hence depending to a varying degree of the household situation. Sora, Caballer, and Peiró (2010) conducted a study in Spain on 942 employees and concluded that job insecurity associated negatively to organizational commitment and positively to turnover intention. Moreover, the interaction between economic need ( responsibility) and job insecurity predict organizational commitment and turnover intention, such that employees who perceive job insecurity and experience high job dependence will have lower organizational commitment and a stronger intention to leave the organization. Finally, Chirumbolo and Areni (2005) undertaken an empirical study on 425 employees to examine the impact of job insecurity on two indicators of organizational behavior, i.e. job performance and absenteeism, and the moderator role of job satisfaction and organizational commitment. The results showed that job insecurity was negatively associated with work related behavior, i.e., job performance and positively with absenteeism; nevertheless job attitude, i.e. job satisfaction and organizational attitude, i.e. organizational commitment moderated only the effect of job insecurity on job performance. They argued that higher levels of job satisfaction and organizational commitment moderate the effects of job insecurity on the long term organizational consequences. Based on the discussion above, the first hypotheses are formulated:
H1: there is a significant negative correlation between job insecurity and organizational commitment.
H2:
there is a significant positive correlation between job insecurity and turnover intention.
H3: there will be three-way interaction between financial responsibility, organizational commitment, and job insecurity in predicting turnover intention, such that employees who feel less commitment to the organization, experience high financial responsibility, and perceive high job insecurity will have a stronger intention to leave the organization.
Method
Participants and Procedure
Data were collected in 2017 from a sample of employees with fixed-term contract working in public organizations in Albaha province. The questionnaire was distributed in paper form accompanying by a cover letter illuminating the aim of the study and an assurance of confidentiality and anonymity. In the letter, there were instructions for completing and handing back the questionnaire to the principal researcher within two weeks. Excepting demographic variables, the questionnaire was translated from English language to Arabic language, which is the official language for all potential subjects, using a back-translation technique (Werner and Campbell, 1970) . Hence, a professor at Albaha university translated the original questionnaire into Arabic language and then another professor at the same university translated back to English language without references to the original English version. Both professors are fully bilingual. After that, the researcher went carefully over both versions and made revisions necessary for ensuring a complete and accurate meaning of the original text of the questionnaire, which, in turn, enhancing ease of use, readability, and an appropriate level of formality.
The present study applied a self-report questionnaire administered to 115 employees on a fixed-term contract at the end of November 2017. Of the distributed questionnaires, 105 responses were received and useful for analysis, with a response rate of 91%. There were 57 male in the sample (54.3%) and 48 female (45.7%). The majority of respondents (45.7%) were in the range from 29-39 years old, and most of respondents (56.2%) received a bachelor's degree. Finally, majority of respondents (40%) had family members of 4 and above. Table 1 shows the demographic composition of the respondents. 
Measures
The current study utilized a descriptive cross-sectional design. The survey used in this study is structured, self-administered, and consists of four parts. The first part included items regarding demographic characteristics of participants, namely age , gender, educational level, and number of family members. Participants reported their age in years, their gender (0= female and 1= male), educational level (1= less than high school, 2= high school, 3= undergraduate, 4= graduate), and number of family members ( 1= 1, 2=2, 3=3, 4=4, 5= more than four members).
The second part includes job insecurity and financial responsibility variables. The former was measured using the Job Insecurity Scale (JIS). This scale includes 4-item originally coined by De Witti (2000) . One of these items was reveres coded, hence using computer command in SPSS to transform data before running the analyses. Participants were asked to rate theses items on a 5-point Likert type scale, ranging from 1 ( strongly disagree) to 5 (strongly agree). Cronbach's alphas for this scale in the current study were .72. The later was measured using the question developed by (Hoffmeyer-Zlotnik and Warner, 1998) . The question is "what is your contribution to the household's income?". Partcpaintas were asked to choose one of the following potential responses: sole earner (100%), main earner (> 50%), joint earner (≈ 50%), and contributory earner (< 50%).
The third part is organizational commitment which was measured a set of four items developed by Cook and Wall (1980) . These items have been used to assess affective commitment ( desire-based) which is defined as how much employees identify with, are involved in, and enjoy relationship in an organization (Meyer and Allen, 1991) . Participants were asked to rate theses items on a 5-point Likert type scale, ranging from 1 ( strongly disagree) to 5 (strongly agree). Cronbach's alphas for this scale in the current study were .78.
The last part is turnover intention. It is measured with the scaled coined by Cammann, Fichman, Jenkins, and Klesh (1979) , including three items planed to measure employees' tendency to quit the job in the near future. Participants were asked to rate theses items on a 5-point Likert type scale, ranging from 1 ( strongly disagree) to 5 (strongly agree). Cronbach's alphas for this scale in the current study were .74.
Data Analysis
Preliminary analyses of the data were descriptive statistic ( means, standard deviations) along with correlations of study variables, as shown in Table 2 . Next, hierarchical multiple regression analysis was carried out to examine study hypotheses. Based on Cohen and Cohen (1983) , variables of lower order were introduced first, and the higher order terms later. Hence, control variables were entered in first step (gender, age, educational level, and family members) followed by predictor variables (job insecurity, organizational commitment, and financial responsibility). In step 3, second-order interaction terms, i.e. all possible pairs of three predictors (job insecurity , organizational commitment, and financial responsibility) were entered. In the last step, the three -way product (job insecurity × organizational commitment × financial responsibility) was introduced. It should be noted that predictor and moderator variables were centered so that possible problem of multicollinearity can be solved, as well as interpretability can be maximized (Wu and Zumbo, 2008) . Graphical representation was plotted to visualize the nature of interactions by means of the Excel sheet provided by Dawson and Richter (2006) . Table 2 . shows an overview of correlations between all variables included in the further analyses and main descriptive statistics. Note. Age= age in years; Edu= education; Gen= gender; FiR= financial responsibility; FaM= family members;; JoI= job insecurity; OrC= organizational commitment; TuI= turnover intention.
Result
*P < 05; **P < 01, 2-tailed significance.
Financial responsibility associated negatively and significantly with age (r = -.20, P< .05). Family member related positively and significantly to job insecurity (r = 033, P< .01). Lastly, turnover intention related positively and significantly to financial responsibility (r = 022, P< .05) and job insecurity (r = 033, P< .01), as well as related negatively and significantly to family member (r = -036, P< .01) and organizational commitment (r = -036, P< .01). Given that, hypothesis 1 stating that there is a significant negative correlation between job insecurity and organizational commitment has no initial support. Nevertheless, the positive and significant relationship found between job insecurity and turnover intention provides initial support for hypothesis 2.
In order to test study hypotheses, Pearson correlation analysis and hierarchical multiple regression analysis were carried out. Confirming the initial results, Pearson correlation analysis revealed that there was no significant negative correlation between job insecurity and organizational commitment (β=.14, P >.05). Therefore, hypothesis 1 was not supported. As for hypothesis 2, the result of Pearson correlation analysis indicated that there was a significant positive correlation between job insecurity and turnover intention (β=.33, P < .01). Therefore, hypothesis 2 was supported.
Finally, hierarchical multiple regression analysis were performed to test the third study hypothesis. Substantial support was shown for three-way interaction ( see Table 3 ). The combination financial responsibility and organizational commitment moderated the relationship between job insecurity and turnover intention (β=.33, P < .01). The positive relationship between job insecurity and turnover intention turned out to be weaker under the condition of lower financial responsibility and higher organizational commitment-the regression slop is steeper under that condition (see Fig. 2) . Facing a high level of job insecurity, employees with high financial responsibility and low organizational commitment present a greater increase in intention to leave the organization than those with high organizational commitment. Therefore, hypothesis 3 was supported. Table 3 . Hierarchical regression analysis in predicting turnover intention
Step 1 Step 2 Step 3 Step 4 Std. β Std. β Std. β Std. β
Step Step 3 JoI × FiR -.12 -.08
JoI × OrC -.14 -.03
OrC × FiR .18* -.03
Step 4 JoI × FiR × OrC -.31** Note. JoI= job insecurity; OrC= organizational commitment; FiR= financial responsibility.
Discussion
The goals of the present study were to examine the main effect of job insecurity on organizational commitment and turnover intention, as well as the moderating roles of financial responsibility and organizational commitment on the association between job insecurity and turnover intention. The first hypothesis, which stated that there is a significant negative correlation between job insecurity and organizational commitment, was not supported by the analysis. This finding is in line with previous studies (De Witte and Nä swall, 2003; Guest and Conway, 2000; De Cuyper and De Witte, 2006; De Cuyper, Notelears, and De Witte, 2009 ). Transactional psychological contract explanations for the results of fixed-contract employees-the sample of the current study-accounted for why this study did not find support for the association between job insecurity and organizational commitment. Psychological contract theory (Rousseau, 1995) postulates that job insecurity effects are because of a violation of the relational psychological contract, hence permanents comparing to temporaries engage more in relational psychological contracting. Job insecurity is likely to be problematic in terms of its outcomes for permanents, but not for temporaries.
The second study hypothesis, which stated that there is a significant positive correlation between job insecurity and turnover intention, was confirmed by the analysis. The result is consistent with previous studies (Lee and Jeong, 2017; Jimé nez et al., 2017; Sora, Caballer, and Peiró, 2010; Lebert and Voorpostel, 2016; Çınar, Karcıoğlu, and Aslan, 2014; Staufenbiel, and König, 2010; Chirumbolo and Hellgren, 2003) . This relationship has been confirmed in Western and non-Western contexts-one of which is the current study.
The third study hypothesis, which stated that there will be three-way interaction between financial responsibility, organizational commitment, and job insecurity in predicting turnover intention, such that employees who feel less commitment to the organization, experience high financial responsibility, and perceive high job insecurity will have a stronger intention to leave the organization, was supported by the analysis. The finding concurs with previous study (Lebert and Voorpostel, 2016; Rigotti, Mohr, and Isaksson, 2015; Sora, Caballer, and Peiró, 2010; Belgley and Czajka, 1993) . Job insecurity considers as hindrance stressor, hence organizational commitment protects employees from the negative effects because it allows them to attach direction and meaning to their work (Leong, Furnhan, and Cooper, 1996) . In the currrent study, organizational commitment and financial responsibility as moderating variables showed buffering effects on the relationship between job insecurity and intention to leave the organization.
Conclusion
This study is likely to further debate with regard to the relationship between job insecurity and organizational commitment. The fixed contract type, of employees in the current study, did not need to be problematic regarding psychological outcomes. Fixed-contract employees perceive fewer promises from organizations, i.e. employers than their colleagues on a permanent contract, experiencing less negative effects because they have a narrower but fulfilled contract. They see the two significant psychological features of job insecurity, i.e. unpredictability and uncontrollability unimportant. Therefore, job insecurity does not act as a stressor for these employees concerning organizational commitment. Moreover, another explanation is that fixed-contract employees may want to raise their opportunities to become a permanent contract by showing favorable attitude such as organizational commitment. It is recommended that organizations let their fixed-contract employees know in advance regarding some important entitlements-e.g., job security and advancement in the internal labor market-of their contract type. Hence, they can be more committed to their jobs and have no a spillover effects to life satisfaction and self-rated performance.
Job insecurity triggers an intention to leave an organization. The higher the level of job insecurity, the greater the level of turnover intent. Employees who experience a higher level of job insecurity incline to leave organizations more than those with a lower level of job insecurity. It is believed that the way to cope emotionally with job insecurity as a hindrance stressor-induces undesirable strain reaction-is to use distancing strategies that enable employee to withdraw from the situation in the form of turnover intention. It is recommended that organizations and managers should provide supportive work environment, i.e. from supervisors and colleagues for those employees with fixed-contract so that such negative effects can be mitigated. This support can also be done through clarifying organizational goals and promoting trust among management, following the premises of job demand-resource theory. Another intervention strategy that organizations and managers can implement for alleviating such negative effects is to improve employees' employability through training programs, which, in turn, can give them coping skills to deal with unpleasant feelings generated by job insecurity.
The results of three-way interaction implied that a higher level organizational commitment and a lower level of financial responsibility mitigated the relationship between job insecurity and turnover intention. These two moderating variables play a determinant role in the three-way interaction predicting turnover intention. When employees have a higher level of organizational commitment and a lower level of financial responsibility, their intent to leave the organization became weaker. It is recommended that managers should pay more attention to help employees generate positive attitude through organizational support and organizational justice, which, in turn, resulting in a high level of organizational commitment. Along with that, a lower level of economic need, i.e., financial responsibility can be achieved through encouraging on fixed-contract employees to enhance their employability and make more efforts to find other sources of household income.
There are some limitations in the current study that need to be acknowledged and should be addressed as an important avenue for future research. The first limitation is a cross-sectional design, which is not able to determine causal effects. Longitudinal studies would be better suited for causal studies with certain constraints. The second limitation is the possible biases from common methods variance in the self-report measure applied. However, when sample size and reliability of measure are sufficient, true interaction effects are not buried by common methods variance. The third limitation is the data used in the current study were gathered and interpreted by the author, hence increased the probability of overestimating the importance of the examined variables. Different sources, e.g. interview and observation can help overcome this issue. The final limitation is that the current study was limited to fixed-contract employees. Hence, including other types of temporary employees, e.g. on call employees, day-to-day employees, or subcontract employees may introduce more variance in the heterogeneity indicators.
